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MEMORANDUM ¥OR: Fxecutive Director-Comptroller - e

SUBJSECT : Fxception to Proposed Classification Act

!
1. This memorandum submits two recommendations for your approvel.
Yhese recomnendations are contained in paragraph L,

2.. The attached study provides information coqcerning 1e |u1ct|on
which the United States Civil Scrvice Comuission is preparing i
accordance with the provisions of Public law 9l- 216 cnacted in March 1G¢70.

The law cstablished a Job Evaluation and Pay Review Task Force to improve

classification systoms within the Executive Branch. The Task Force will
soon complete 1ts pre]Lmina ey work and will begin preparing legislation
{to he svbmitited to the Peesident for review in December 1971,

3. This Agcncy is currently.exempt from the provisions of the
Classification Act of 1949 although we follow its Job evaluation systen
and pay schedules. The attached study éoncludes that 1t would be in tle
best interests of the Agency to request exempbion from the proposed new
classification act. There are no provisions yet established by the Task
Force for dny agency of the Excculbive Branch to be cchuocd -

- 4. The following rccommendabions are made: ‘
i I

a. It is recommended that the 0Lfice of Legislative Counscl,
the OfTice of Genersl Counsel and the Office of Personnel coordinsie
in the preparabion of a lebbter to be scnt to the Chairman, Civil,
Service Commission quuesblno total excmption and assuring the
Commission that we intend to follow the evaluallon systems and
structure as we have the (lassification Act of 19L9.

b. It is further recommended that, falling total exeaptilon,
we then propose to the Commission That uhv Agency be exc]uuod Trom
Comnission approval of benchmark positions, post~@ust reviev by
the Commission, and employce appeal provisions. -

'Ya/Warry B. Fisher _ .

Harry B. Fisher
Dixector of .Personnel

v
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RECOMMENDID ACENCY 1

URE IO NI JOB BVALUATION TEGISTATION

BACKGROUND . - g
. . .
Tho Centrél Iﬁtelligonce Agenéy was cxempted Lrom the Classilicetion
Act of l9é3 by ﬁhe Civil Service Comnmissioners in Augﬁst 1949, The
. Director of Central Intelligence nad initiabed this request for clarifi-
“cation of the Agency's sﬁatus under the new and broader authorities in
Public Law 1lO.~ (Tetber to Mr. Ismar Baruch, CSC, from Rear Admira}
'Hillenkoetter, DCT, dated 30 Juac 1949.) In turn thé Commission admin-
istratively detefminoq that uvnder Sections T and lOb of.PL 110 the CYA
was not requircd:;S a matter‘of_gﬁw to follow the Classificatioﬁ Act.
(Yetter to Adniral Hillenkoetter from Mr. Baruch dated 8 August 1949.)
Undoﬁbtedly this decision was encouraged by the Civil Service Comszissicn
Classificatian Officerfassigned towork with CIA personnel. . During tre lgﬁé .
:l9h9 period the security restrictions imposed by thelAgency made it elrost
impossible for the C§C,represontative to do his Job., All ope?ational data
was deleted from the classifitation documents made available to the (ST
represenfative. Position descri@tions were almost vold of any classi

tion data and filled with such gencralities as trainee level tasks, full

" professional level asslgoments, first Lline superviser, ete. Further

<ot

restrictions required that these pdsitionldoscriptions remaih in CIA
custody, thus inhibiting the C3C analytical feview and compafison with
other agencies' position classifications.

-Following this decision, the DCI, A@ﬁiral Hillenkoctter, told the
Comnission that the Agency would follow %he basic philosophy end princiules
of the Ciassification‘Act. (Letter to Mr. Baruch from Admiral. Hillercosther g

dated 10 August 1949.) Iater in 1949 when:fihe (lagssifiscation Act of 1649
L .CSCA’J.“'L '5
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vas passed, Lho prCLJLC CACM@ULOH for ey

was wrxLLcn into the ldaw.

“in March 1970 Puollc Lavr 91u°16 was enacted; e sbablishing & Job

VOL&@LLOH and  Yay RCVxew Task Force of the Ue. &.

01VI1 SorV1oc Co,mnston
>

to dmprove c!&ssmmeaLaon uyutCMO within the, Lxccutive Branch. Under this

law the C5C Was Tn‘trucbuu to propare a plan for

a comorehcn%\vb cooramnqLed

system of jobh evaluation and radknnd for civilian positions in the Executive

Branch. Under this plan the CSC would have gencral s p;rv;smon and ceatrol

ovar the coordinated job evaluation and renking systen eand conduct pericdic

reviews of the effectiveness of the syscem. The

CSC, in addition to the

evaluation plan,\wusU Aevelop recommended 1cngJauLoa Lo establish tho

t

new system for all the kEx cecutiverBranch. The Agency is not excludcd at
_ YL e eb

thls Line.

COMPARTSON OF AGENCY WITH CIVIL SFRVICE

-

\

;

The basic difference bebween Civil Service and Agency clessification

procedures is the Agency practicé of under- and overs]ottln In the

Civil. Service, an employce receives the grade of

Eetd

the positions he encuibers.

I he is assigned to a position of a higher grade, he is immediately

promoted. People and positions always cquate and the poJJuwon structure

controls the salary structure. With our practuice of under grd overslottlng;

the Cdreer Servxce Grade Aubhorization controls ‘the salary structure.

This device permits us more fiexianmtJ in our as

than can be found in the class:flcd SCTVLCO.

)

signments and promosions

Another Agency difference is a dov1atlon from the Civil Service scandards

~ Tt s dAifficult to say how much deviation there is beceuse the require-

ments of the standards are not pracise and practice ‘among the ageacies

"
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SL%L.,M(.; comoamhiLuy study) bmchmam positions iL appears that we

v

usvallyran one grado higher in the pPOJpﬂﬁLOﬂdl and RdmLﬂlS»louLV\

positilons and,one to four grades higher in the cTollcal positions

Txanples: R’
BIS Survey " CIA Grade

"~ Accountant GS-LL ' G512
Atborncy GS-12 S G5-13

Chemist GS-13 GS~1h
Fngincer GS-13 GS -1
Accounting Clerk GS-OL GS-07
File Clerk GS-03 ¢S-0h or GS-05
“‘Keypunch Operator GS-03 ¢SOl
Stenographer GS-Oh ¢S--05 or (S-06
Switchboard Operator GS-03 Gs-05 ”
Tabulating Mach Oper GS- ol GsS~05
Typist GS-03 GS-05

“Wheﬁ we compare Agency positions with those in other agencies, howevar,
fhie diffcrence 1s net elways apparent. For example, in the Metropoliten
Washington Area, GS~13 is the most populous professienal grade in agencies
under CSC conLrol ths would scem io indicate that G5-13 is ﬁhe senior
proEeWSLonal non~uuomrvwsory Tevcl ? is also the most populous profééu
s1ona1 grade in the Agency.

Following is a sumnery of professional po%mtwons in varnous sgencies

-~

by porcentage to total positions. Peak levels are underlined.

.

Percenteage of Positions

Position : , =

_Tevels CIA STATEX AID  USIA ~ NASA  FAA  AEC ¥B1
s 1k 9% 9% 1% 13% 13% T% W 3%
Gs-13 © 139 1% 15% 219 . 2l% (% -12 189,
s~ 139, 8%  119% 129 1"20/ 169 9% .59,
GS-L 1% 0% 9% © 109 C10% . 22% 69, 1%

xEq\uvalcnt B30 Jjobs
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Tn the case of the Forclign Service agencles - State, ATD STA, these are

not under CSC¢ control.. The (S-2l peak level for AID resulis from numerous

short-term reserve appointments. FAA's peak alb GS~LL is & Junior leval

' B . .
for Air Traffic Conlrollcrs. AEC's pea.k.'gﬁ;.GS-«J.):- results Lfrom the nature

of its work, rclating to control over contractors.

In the case of clerical positions, for ell practical purposes we Qo

not use grades G5~-0L, 02, or 03. We do, however, anploy GS-03 parsonnél.

Our requirement for higher grades for these positions is primarily because

of our geographical. location and our time-consuming security clearanc

problem. A typist can Lake a test and go to work immediately for Agriculiuvre,

but must walt three to five months for a CIA security clearance and an

assignment physically distant from Washington. Obviously this would deter

the most hardy G3-02 applicant. We would piobab'fly have more trouble

Jusbifying our support grade structure than intelligonce production end

<
e

sclentific and operatiodal jobs, primarily because our support jobs

are

N

similar to thosc elsewherc and grade differences are rcadily apparent.

JOB E’VALUATION. TASK FORCE PROFOSALS

~In accordance with the Interim Progress Report‘oi the Jeb Evaluuwticn

and Pay Review Task Force of fthe U. S. Civil Service Commission, evalusticn

systcms for five broad categories of positions have been tentatively

identii’.‘ied. These arec as Tollows:
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L ion System (EES). This includes positions
where tne basic responsibility is for planning, developing,
and derCbLn" programs or managing organzaatnonal cnu¢u¢es.

A, FxoauLLVL Tvalua

P[OfOSDLondl and chhno?ogLnaW Lvakaatnqn

n_ ) i inciudes adminiscrative support positions;
proiouh\onaT pOulb’OnS in the physical, engineering, and social
‘scicnces; and The paraprofessional or technological positions
that support,fuil profoss¢onal positions.

C. CIerloaT Ofiice Machine Ope r%uLon. and Technical hV&LUBLLOQ

Systen (CONOV) This inciudes positions that furnish clerical
support, office equipment ope eration, and technician support
subordinate to those in "B" above.

D. Coordinated Yederal Vage System (cmxs) This includes positions
' - of trade, craflt, ond mamial. vork and ccrtain supervisors of
these types of positions.

E. Special Occupstions lvaluation System (SOESY. This includes

specialized uub%y“benb rolated to "B" and "C" above which
emphasize rank-in-man and xzank--in-job cloments.

A sixth subordinate system has also been identified: ’

Attorney Fvaluation Syst om.(AhS)  This is a rank-in-job and
rank-in-man system tied in with the APTES system for evaluatlon
purposes, - :

A relatively new plan is now in effect for item "D above, i.e., the

Coordinated Federal Wage'System. The Task Force recommends rebtention of

that system.

The above syshems are patterncd after industrial pracvices and enploy
the ﬁactor Comparison Point Evaluation System.. This involves bresking jobs
ihtq basic factors such as job-requirements,‘responsibilifyiwpersonal
relationships,.etc. 4 also involves comparison with benchmark Jobs .
Benchmark Jobs are positions selected because they adequately represent a
given grade and contain neceésany factors against which similar positions

can ba compared. The Job Evaluation Task Force will select basic:benchmark

positions as a skeleton framcvork and eventually each agency will edd othor




, S 1 A1
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henclhmark positions 1o béttcr ald in the cvaluation of various types of
positions. These solacted benclmarks as contemplated in the propbsals

are Lo ba approved by the C5C. The ¢5C willl also conduct post-andivs to.
debermine how agéncies arc implementing the systems. " Such post-audits may
include audits of“ipdividual positions as well as audits of the systews
thamnselves, One varlation in the pay practices of today is proposed Ior
the COMOT systeam. 'Pay rates are to be seb up by locallity areas rather
than on a national scale. This, of course, is.also done for the Coordinatd

Federal Wage System which we now follow.

DLSCUQSION

e

There arce no fundamental reasons why ﬁhe Aggncy could not follow the
evaludtioﬁ systems. In fact, it scems Llikely that a more systematic and
consistent approach to Job evaluation w&uld bé achieveds . We have currently
adopted and arc following the Coordina%ed Federal Wage System. When this
gsystem was eptabllshod Uhe CsC excuscd us from parLLCLDat¢on in qurVLyS
and exceplbed us f:om the audlt, 1nspoctLon, and employee appeal prOV¢51om”
of the sysﬁem. .(Letter from Mr. John Macy, Chairman, USCSC, to
Mr. Réber‘ Wattles, Dlre0uor of Porsonnel., umted 12 April 1968.) We have
recemvod two Lest evaluations, ExecuuLve Evaluation System and tne COMOT
: System. our tést of the Executive FEvaluatilon System 1nd1c":es no b
problam. The COMOT systen could causc a problem since our CleflCdl positicns
are graded higher than other agencies. Security clearance requiremanus
meke it difficult for us to recrullt at lechS as low a8 those pr evawllng
elsevhere for Job° such as Keypunch Ooerators, Typxsts, Stenographers,
etc.

' )
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Obviously with these systems, 1t would be necessary for us to cobablish
ovr own benclmark positions to maintain general const uenc MLLH owr prescnt
. &

grade structure. If we could do this withouﬁ approval. of the C3C, we

wourld have no basic problen. Commission approval,«pdfticularly at our

Jlower levels, wouid'probably'b aifficult to obtain. The Commission may,
however, be receptive to pay differentials to maxe allowance for the probion
of securily clearance and location. CSC post-auditing and monitoring o

our classification actlons would be in conflict in many cases with the
vﬁirector‘s need to withhold inform&tion'on numbers.of people and typeé of

endeavor within the Agency.

CONCLUS[ONH ' ¥

o v ekt

The Agency would find Jt desirable Lo foTlow the Jjob evaluation system

and pay schedules of the new classirfication aCU even 1f exempted from it,
for the same reasons we now follow thc Classification Act of 19h9. Ideally,

it would be advantageous Lo continue our curerent posture, being exenpled

3
Ee

from the new acht bub using the $tructure systems and teking advantage of<

the pay surveys and salary increases. We should thercfore request complete

exclusion from the act. Since the Task Force timetable calls for subnission

e

of the recommended legislation to The President in December 1971, wc should

<=t
.

éubﬁit our formal request for exclusion now.
As a fallback position in the event our request for complete exclusion

is denied, the Agency could accept inclusion within the legislation dut

request exemption from Civil Service Commission approval. of benchmark

positions and the post-audit and employee rbpoal pTOVLSLonn. L is slgnii-

icant to note that the Interim Progress Report of fthe Comnission's Task

¥orce contains this statasent: "...suggested authority by the Civil Servic
Approved For Release 2001/09/04 : CIA-RDP83-01004R000100240004-4
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Commission for post-audit and for approval of_bcnchmark positions would

be wdrkgd out with agencies currently having cxemplions for reasons of

national, security."

(]

RECOMMENDATITONS

! .

l. It is rocommended that the Office of Legislative Counsel, the
Office of General CounQOY and the OLLLCb of Personnel coord»nate in the
prep ration of a letbter Lo be sent to the Chalrmen, Civil Service
Commission requesting total exenption and assuring the‘Commission that
we intend to follow the evaluation systems and structure as we have the
Classification Act of 19hg, e

2. Failing total cxemption, it is recomuended thalt we then propose

to the Commission that the Agency be excluded fron Comnlssion approvel of

benchmark positions, postnaudit review by the Commission .and amployec

\

appeal provisions.




